This study attempts to explore the incentive mechanism of employees' proactive behavior in the context of advocating and practicing socially responsible human resource management (SR-HRM). By conducting theoretical analysis and hypothesis, this study focuses on the influence of employee-oriented human resource management (EOHRM) on employees' proactive behavior, and then assumes the role of employees' perceived insider status and learning goal orientation.
Background and Motivation
With the continuous attention of corporate social responsibility (CSR), enterprises in the theory and practice of human resource management have begun to advocate and practice the concept of CSR. However, corporate social responsibility for a long time has discussed corporate social responsibility to customers, consumers, government and the influence of the environment and other stakeholders, less involved in corporate social responsibility to employees or impact study of the internal stakeholders. As one of the key stakeholders of the enterprise, employees are an important resource of the enterprise, emphasizing and attaching importance to the rights and needs of employees within the enterprise and becoming one of the important objectives of human resource management [1] . Shen and Zhu (2011) [2] developed the term SR-HRM to capture CSR policies and practice directed at the organization's stakeholders. The concept of EOHRM originates from the CSR and HRM literature. EOHRM at the macro level involves corporate social responsibility (CSR) activities that directly address employees' personal and family needs that are above and beyond legal requirements, and it is thus regarded as an important type of socially responsible HRM (Shen & Zhu, 2011) [2] . EOHRM should have positive effects on employees, but until now no research has explored this issue. Given the global concern with CSR and employees' rights, wellbeing and personal and developmental needs, the effects of SR-HRM on employee attitudes and behaviors remain a legitimate pursuit for the HRM research [3] .
As a result of increased pressure for flexibility and innovation and career models that require greater self-direction, scholars nowadays stress the importance of proactive employee behavior (e.g., Parker [9] . Research on employees' proactive behavior is, therefore, of both theoretical and practical importance. This study focuses on the influence of employee-oriented human resource management on the employees' proactive behavior.
Theoretical Analysis and Hypothesis

The Relationship between Employee-Oriented HRM and Employees' Proactive Behavior
Employee-oriented HRM addresses employee's personal and family needs that are above and beyond legal requirements. For example, it involves providing employees with adequate training and development opportunities, providing feedback, and introducing flexible working arrangements. It also includes encouraging employees in decision-making processes by adopting workplace democracy and power sharing. The research shows that socially responsible human resource management (SR-HRM) actively affects task performance and extra-role helping behavior (Shen & Benson, 2016) [10] . Research shows that the three dimensions of SRHRM may operate via different mechanisms to influence employee attitudes and behaviors. For example, Shen and Zhu (2011) [2] found that the three dimensions of SRHRM have different relationships with organizational commitment. Similarly, Newman, Miao, Hofman and Zhu (2015) [11] found that these three dimensions tend to influence OCB in different manners. Both studies raise the necessity to examine the dimensions of SRHRM separately. Hu and Jiang (2016) [3] found that Employee-oriented HRM on employee voice behavior has positive effect, and the study of the more specific employee guide contains the content of the human resources management, and the concept plays an important role for later research. However, there is little research on the relationship between employee-oriented HRM and proactive behavior. Therefore, in this study, we focus on the impact of employee-oriented HRM on employees' proactive behavior. We want to know how EOHRM affects employees' proactive behavior. What theory can explain it?
Taken together, we propose:
1) Hypothesis 1: EOHRM is positively related to proactive behavior.
Perceived Insider Status as a Mediator in the EOHRM-Proactive Behavior Relationship
Advocacy and practice of employee-oriented HRM to improve employees' perceived organizational membership, not only can make employees needs fulfill, and improve the mattering of staff awareness, but also can make the staff belong. The needs fulfillment and the mattering perception are important factors for employees to feel a sense of belonging. This research focuses on the perceived insider status of an important component of belonging. The definition of perceived insider status was the extent to which employees perceive themselves to be organization insiders (versus outsiders) (Stamper & Masterson, 2002) [12] . Yin Jun said perceived insider status concept is closely related to Chinese traditional culture, under the situation of China, and when employees perceive themselves as members of the organization's, will be to identity the master exists in organization, and shows more conducive behavior to the organization [13] . Li, Zheng and Liu (2017) [14] based on the theory of resource preservation, believe that perceived insider status concept as a rich psychological resource enables employees to actively devote themselves to their work. Zhao and Tang (2015) [15] through the literature the literature research of the consequences of perceived insider status variables summarized relevant conclusion, believe that there is a research perceived insider status plays a positive role on employees' individual behavior. Ding, Chen and CAI (2017) [16] have found that the perceived insider status has a positive influence on proactive behavior. Only when employees have a good sense of belonging and tolerance in the organization can they consciously motivate their initiative, enthusiasm and proactive in their work to make more proactive behaviors.
2) Hypothesis 2: EOHRM is positively related to proactive behavior.
3) Hypothesis 3: Perceived insider status is positively related to perceived insider status.
4) Hypothesis 4: Perceived insider status mediates the relationship between
EOHRM and proactive behavior. 
The Moderating Role of Learning Goal Orientation
